The effects of job demands, job resources and reward on employee engagement: a study in accounting and audit firms by Gan, Mei Chyi
The copyright © of this thesis belongs to its rightful author and/or other copyright 
owner.  Copies can be accessed and downloaded for non-commercial or learning 
purposes without any charge and permission.  The thesis cannot be reproduced or 
quoted as a whole without the permission from its rightful owner.  No alteration or 
changes in format is allowed without permission from its rightful owner. 
 
Universlti Utara Malaysia 
0 
 
THE EFFECTS OF JOB DEMANDS, JOB RESOURCES AND REWARD ON 















Thesis submitted to 
Othman Yeop Abdullah Graduate School of Business, 
Universiti Utara Malaysia, 
In Partial Fulfillment of the requirement for 
Master of Sciences (Management)
Universlti Utara Malaysia 
Universlti Utara Malaysia 
i 
 
PERMISSION TO USE 
In presenting this dissertation in partial fulfillment of the requirement for a Post Graduate 
degree from Universiti Utara Malaysia (UUM), I agree that the Library of this university 
may make it freely available for inspection, I further agree that permission of copying 
this dissertation in any manner, in whole or in part, for scholarly purposes may be granted 
by supervisor(s) or his absence, by the Dean of Othman Yeop Abdullah Graduate School 
of Business where I did my dissertation. It is understood that any copying or publication 
or use of this dissertation parts of it for financial gain shall not be allowed without my 
written permission. It is also understood that due recognition shall be given to me and to 
be UUM in any scholarly use which may be made of any material in my dissertation. 
 
Request for permission to copy or to make other use of materials in this dissertation in 
whole or in part, should be addressed to: 
 
Dean of Othman Yeop Abdullah Graduate School of Business 
Universiti Utara Malaysia 
06010 
Kedah Darul Aman 
Malaysia 
 





The main purpose of this research is to examine the relationship between job demands, 
job resources and reward on employee engagement among employees in accounting and 
audit firm in Malaysia. The survey questionnaire was designed to elicit responses from 
the participants. A total of 450 questionnaires were distributed to the employees from 
accounting and audit firm in Malaysia. There are 383 usable questionnaires were returned, 
yielding a response rate of 85.1%. Data were gathered through questionnaires and was 
being analyzed by using Statistical Package for Social Science (SPSS) version 25. The 
results indicated that job resources and reward were positively related to employee 
engagement. On the other hand, job demands were found insignificantly related to 
employee engagement.  Thus, it is crucial for the organization to put a great emphasize 
on the significant roles played by job resources and reward to increased employee‟s 
engagement in accounting and audit in Malaysia. 
 























Kajian ini bertujuan untuk menganalisa hubungan antara tuntutan pekerjaan, sumber-
sumber kerja dan ganjaran terhadap penglibatan kerja. Tinjauan soal selidik direka untuk 
mendapatkan maklum balas daripada para peserta. Sebanyak 450 soal selidik telah 
diedarkan kepada para pekerja daripada firma perakaunan dan audit di. Terdapat 383 
tinjauan soal selidik yang boleh diguna dikembalikan oleh para pekerja dan menghasilkan 
kadar tindak balas sebanyak 85.1%. Data yang telah dikumpulkan melalui soal selidik 
dianalisis dengan menggunakan Pakej Statistik untuk Sains Sosial (SPSS) versi 25. Hasil 
kajian ini menunjukkan bahawa sumber-sumber kerja dan ganjaran mempunyai 
hubungan yang positif dengan penglibatan kerja. Sebaliknya, tuntutan pekerjaan didapati 
tidak berkaitan dengan penglibatan pekerja. Oleh itu, organisasi perlu memberi tumpuan 
yang lebih kepada sumber-sumber kerja dan ganjaran untuk meningkatkan penglibatan 
pekerja dalam firma perakaunan dan audit di Malaysia. 
 
Kata kunci: firma perakaunan dan audit, penglibatan kerja, tuntuan pekerjaan, sumber-
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Employee engagement has been studied in many contexts but it has been neglected in 
accounting and audit firm in Malaysia. Therefore, this study is to investigate the 
relationship between job demands, job resources and reward on employee engagement. 
This chapter discusses the background of the study, problem statement, followed by 
research questions, research objectives, the significance of the study, scope of research 
and definition of variable terms. 
 
1.2 Background of the Study  
The 21st century has brought tremendous new trends across industries that changed the 
working style and environment to build a modern organization. The competition in the 
business arena today has intensively impact the organizations regardless of the business 
activities as they are facing with revolutionary trends globally. It is undeniable that 
technologies were synonym with the growth of a business, which requires frequent up-to-
date changes, and at the same time, employees also developing and empowering 
themselves to be aligned with job requirements which subsequently increase company 
performance (Markos & Sridevi, 2010).   
 
Moreover, as Industrial Revolution 4.0 is concerned, many things were interconnected 
and affecting each other regardless human resources and technologies in this revolution 
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JOB DEMANDS, JOB RESOURCES, REWARD AND 
EMPLOYEE ENGAGEMENT: A STUDY AT ACCOUNTING 
AND AUDIT FIRM IN MALAYSIA 
 
Dear Respondents, 
I am a Master Degree candidate at Universiti Utara Malaysia, currently working on my 
Master Dissertation. For this purpose, I would appreciate your kind cooperation to fill in 
this questionnaire. It will take about 10-15 minutes of your valuable time. 
 
You will be assured that your responses will strictly use for academic purposes. Hence, 
your identity will never be known throughout any part of the research process. 
 
Your willingness to participate in this survey despite of your busy schedule is greatly 
appreciated. Should you have any query or comment, please do not hesitate to contact me. 
Thank you very much. 
 
Yours sincerely, 
Gan Mei Chyi 
Master of Science in Management 
Universiti Utara Malaysia 




















SECTION A - Demographic Information 
Please tick (√) or fill in appropriate space. 
1. Gender  
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Male    
Female  
 
2. Age  
Below 20 years old  
20 - 24 years old  
25 - 29 years old  
30 - 34 years old  
35 - 39 years old  
40 - 44 years old  
45 - 49 years old  
50 years old and above  
 














5. Monthly Salary 
Below RM2000  
RM2001 - RM3000  
RM3001 - RM4000  
RM4001 - RM5000  
RM5001 - RM6000  
Above RM6000  
 
6. Total Working Experience 
Less than 1 year  
1 - 5 years  
6 - 10 years  
11 - 15 years  
16 - 20 years  
More than 20 years  











8. How long you have been working in this company? 
Less than 1 year  
1 – 2 years  
3 – 4 years  
5 – 6 years  
7 – 8 years  
9 – 10 years  
11 years and above  
 
9. How many hours you work in a day? 
8 hours and less  























Section B - Employee Engagement 
This section is related to employment engagement. Please indicate to what extent you 
agree/disagree with the statements below and tick (√) your answers. 




Strongly Disagree (SD) 
Disagree (D) 
Neither Disagree nor Agree (N) 
Agree (A) 
Strongly Agree (SA) 
 
No.   SD D N A SA 
1. When I get up in the morning, I feel like going 
to work. 
     
2. I can continue working for very long periods at 
time. 
     
3. I always preserve even when things do not go 
well at my work.  
     
4. I am always mentally resilient at my work.      
5. I feel strong and vigorous at my work.      
6. My job is challenging.      
7. I find the work that I do full of meaning and 
purpose. 
     
8. I am enthusiastic about my job.      
9. My job inspires me.      
10. I am proud on the work that I do.      
11. It is difficult to detach myself from my work.       
12. I am immersed in my work.      
13. When I am working, I forget everything else 
around me. 
     
14. I feel happy when I am working intensely.      















Section C – Job Demands 
This section is related to job demands. Please indicate to what extent you agree/disagree 
with the statements below and tick (√) your answers. 




Strongly Disagree (SD) 
Disagree (D) 
Neither Disagree nor Agree (N) 
Agree (A) 
Strongly Agree (SA) 
 
No.   SD D N A SA 
1. I have to submit my work in a tightening 
deadline. 
     
2. I rushed in doing my job.      
3. I feel stresses because of the unrealistic 
deadline. 
     
4. There is not enough time for me to deal with 
tasks that must be done in the office. 
     
5. There isn‟t enough time during my regular 
workday to do everything that expected of me. 
     
6. There is less time for rest breaks at work.      
7. Job demand interfere with personal time.      
8. I work on unnecessary things.      
9. I receive an assignment without adequate 
resources and materials to execute it. 
     
10 I receive an assignment without the manpower 
to complete it. 
     
11. I receive incompatible requests from two or 
more people. 
     
12. I do things that are likely to be accepted by one 
person and not accepted by others. 
     
13. I have to do things that should be done 
differently. 
     
14. I have to buck a rule or policy in order to carry 
out an assignment. 











Section D – Job Resources 
This section is related to job resources. Please indicate to what extent you agree/disagree 
with the statements below and tick (√) your answers. 




Strongly Disagree (SD) 
Disagree (D) 
Neither Disagree nor Agree (N) 
Agree (A) 
Strongly Agree (SA) 
 
No.   SD D N A SA 
1. My supervisor pay attention to what I am 
saying. 
     
2. My supervisors will help me in dealing with 
difficult situations. 
     
3. I can depend on my supervisors when my job 
gets more difficult. 
     
4. My supervisor is helpful in getting my job 
done. 
     
5. I generally receive help from my colleagues 
when I ask for it. 
     
6. My colleagues help me deal with difficult 
situations. 
     
7. I can depend on my colleagues when my job is 
difficult. 
     
8. My colleagues volunteer to help me handle my 
problems. 
     
9. I have enough freedom as how I do my work.      
10. My job allows me to make a lot of decision on 
my own. 
     
11. I have enough authority to do my best in my 
work. 
     
12. I have a lot of say over what happens on my 
job. 
     
13. I have the autonomy and discretion to decide 
what services to offer. 
     
14. I have a fair amount of autonomy in what I do 
in my work. 









Section E – Reward 
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This section is related to reward. Please indicate to what extent you agree/disagree with 
the statements below and tick (√) your answers. 
 
Strongly Disagree (SD) 
Disagree (D) 
Neither Disagree nor Agree (N) 
Agree (A) 
Strongly Agree (SA) 
 
No.   SD D N A SA 
1. I receive a worth basic salary.      
2. My take home pay is reasonable.      
3. My current salary reflects the market trend.       
4. I feel my current salary is equal to my job.      
5. My cost of living adjustment is sufficient 
enough to support my living. 
     
6. There are many types of incentives offered by 
my company that motivate my productivity. 
     
7. Allowance is paid according to my entitlement.      
8. I receive merit increment that reflect my 
productivity and contribution in the company. 
     
9. My performance bonus reflects my productivity 
in the company. 
     
10. My performance bonus reflects my job quality 
in the company. 
     
11. I get the recognition I deserve when I do a good 
job. 
     
12. I receive recognition for my job 
accomplishment and contribution. 
     
13. Recognition and motivation helps me to 
improve my productivity. 
     
14. I have an opportunity for advancement to 
higher level jobs. 
     
15. I feel that I have chances of getting ahead on 
this job. 
     
16. Promotions and transfers are made fairly in my 
company. 
     
17. I have a good understanding of my potential 
career moves in this company. 
     
18. I know there are many opportunities to advance 
within this company. 
     
19. I have the opportunity to grow and learn new 
things and skills. 
     
20. I received good learning opportunity.      
21. The challenging task given by the company can      
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improve my job quality. 
22. I feel satisfaction in every job accomplishment 
I work hard on.   




















Appendix B: Raw Data SPSS 









r Day Happy 
N Va
lid 




0 0 0 0 0 0 0 0 0 0 
Mean 1.62 3.23 1.33 3.98 3.00 2.27 2.23 3.34 1.54 1.00 
Median 2.00 3.00 1.00 4.00 3.00 2.00 2.00 4.00 2.00 1.00 
Mode 2 2 1 4 1 1 2 4 2 1 
Std. Deviation .485 1.33
3 
.469 .714 1.709 1.237 .639 1.285 .499 .000 
Variance .235 1.77
8 
.220 .510 2.921 1.529 .408 1.651 .249 .000 
Range 1 5 1 4 5 5 2 5 1 0 
Minimum 1 2 1 1 1 1 2 1 1 1 
Maximum 2 7 2 5 6 6 4 6 2 1 
Percentiles 25 1.00 2.00 1.00 4.00 1.00 1.00 2.00 3.00 1.00 1.00 
50 2.00 3.00 1.00 4.00 3.00 2.00 2.00 4.00 2.00 1.00 








 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid 1 144 37.6 37.6 37.6 
2 239 62.4 62.4 100.0 
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 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid 2 167 43.6 43.6 43.6 
3 66 17.2 17.2 60.8 
4 74 19.3 19.3 80.2 
5 55 14.4 14.4 94.5 
6 14 3.7 3.7 98.2 
7 7 1.8 1.8 100.0 




 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid 1 258 67.4 67.4 67.4 
2 125 32.6 32.6 100.0 




 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid 1 7 1.8 1.8 1.8 
2 8 2.1 2.1 3.9 
3 35 9.1 9.1 13.1 
4 268 70.0 70.0 83.0 
5 65 17.0 17.0 100.0 




 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid 1 97 25.3 25.3 25.3 
2 87 22.7 22.7 48.0 
3 59 15.4 15.4 63.4 
4 38 9.9 9.9 73.4 
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5 63 16.4 16.4 89.8 
6 39 10.2 10.2 100.0 




 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid 1 125 32.6 32.6 32.6 
2 121 31.6 31.6 64.2 
3 73 19.1 19.1 83.3 
4 42 11.0 11.0 94.3 
5 15 3.9 3.9 98.2 
6 7 1.8 1.8 100.0 




 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid 2 339 88.5 88.5 88.5 
4 44 11.5 11.5 100.0 




 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid 1 50 13.1 13.1 13.1 
2 37 9.7 9.7 22.7 
3 96 25.1 25.1 47.8 
4 147 38.4 38.4 86.2 
5 37 9.7 9.7 95.8 
6 16 4.2 4.2 100.0 
Total 383 100.0 100.0  
 
 




 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid 1 178 46.5 46.5 46.5 
2 205 53.5 53.5 100.0 
Total 383 100.0 100.0  
 
 




Alpha N of Items 
.892 15 
 




Alpha N of Items 
.688 14 
 




Alpha N of Items 
.669 14 
 




Alpha N of Items 
.931 22 
 
Pearson correlation  
 
Correlations 
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 Engagement Reward JobResources JobDemands 





Sig. (2-tailed)  .000 .024 .379 
N 383 383 383 383 
Reward Pearson Correlation .592
**
 1 .004 .041 
Sig. (2-tailed) .000  .937 .418 
N 383 383 383 383 
JobResources Pearson Correlation .115
*
 .004 1 -.204
**
 
Sig. (2-tailed) .024 .937  .000 
N 383 383 383 383 
JobDemands Pearson Correlation .045 .041 -.204
**
 1 
Sig. (2-tailed) .379 .418 .000  
N 383 383 383 383 
**. Correlation is significant at the 0.01 level (2-tailed). 
*. Correlation is significant at the 0.05 level (2-tailed). 
 
Multiple Linear Regression 
 
Model Summaryb 
Model R R Square 
Adjusted R 
Square 




 .365 .360 .39090 
a. Predictors: (Constant), JobDemands, Reward, JobResources 




Model Sum of Squares df Mean Square F Sig. 
1 Regression 33.324 3 11.108 72.695 .000
b
 
Residual 57.912 379 .153   
Total 91.236 382    
a. Dependent Variable: Engagement 











t Sig. B Std. Error Beta 
1 (Constant) 1.129 .326  3.462 .001 
Reward .485 .034 .590 14.397 .000 
JobResources .161 .055 .122 2.914 .004 
JobDemands .055 .051 .045 1.087 .278 
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